During the first week of May 1994 more than 800 storemen and packers at the Franklins Chullora warehouse in Sydney's western suburbs went on strike. The stoppage lasted four days before a back-to-work settlement was brokered between the National Union of Workers, the New South Wales Labor Council and Franklins in the state Industrial Commission. However, in that short time the stoppage achieved widespread media coverage both for the violence that accompanied police attempts to break up picket lines of striking workers and for the issue that had prompted the conflict; the company's attempts to introduce a computerized 'time and motion' work monitoring system.' Much of the debate over Australia's economic competitiveness has assumed that the adoption of so-called 'international best practice' will ensure significant productivity improvement in addition to a more harmonious workplace environment. The central theme of 'best practice' reform involves a search for leading international examples of management practice, 'benchmarking' of key performance indicators and an attempt to mimic or improve on such examples.' Cited by government, employers and trade unions, the implementation of 'best practice' forms of management and labour relations will, it is argued, not only result in improved productivity and profitability but also achieve this in a socially responsible manner. In terms of labour management, like the earlier post-Fordist literature, ' 
